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ABSTRACT
This survey examines the socio-demographic predictors of job involvement
of three hundred and thirty-nine rice mill workers in Abakaliki, Ebonyi
Sate, Nigeria. Theaimisto show how the basic socio-demographic elements
correlate with job involvement thereby enhancing productivity. A sample of
301 (24.7%) participants was selected out of a population of 1217 workers
using the Taro Yamane's formula. The stratified and simple random sampling
techniques are used to select the respondents. Data are generated through a
19-item structured questionnaire administered to the respondents. The
Soearman Rank Order Correlation (Spearman rho) is used to test seven
hypothesesin the study at 0.01 al pha levels. Anchored on Vroom's expectancy
theory, the study presupposesthat high job invol vement occurs when workers
expectations are met and low job involvement occurs when workers
expectations are not met. Four socio-demographic variables (age, gender,
marital statusand job type) negatively correlate with job involvement, while
the other three variables (education, tenure and pay/salary) positively
correlate with job involvement. Finally, the study recommends that
organisations, employers, or managers should earnestly target and promote
jobinvolvement by especially enhancing the education and salary of workers.

Keywords: Abakaliki Rice Mill, job involvement, socio-demographic
predictors, rice mill workers

INTRODUCTION

Riceisagablefood for most Nigeriansand Africans. The* Abakaliki rice’ hasbecome
popular inrecent times, epecidly asthe Nigerian government hasmadeeffort in recent
timestoimproveonrice production by banning theimportation of foreignriceintothe
country. The popularity of Abakaliki rice hasgrown beyond the shoresof Nigeria, as
therice hasdominated marketsin other African countriesand theworld at large. The
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production of theAbakaliki riceinvolvesdifferent processes and types of workers
who areinvolvedin different ways. Even, some of theseworkerscometowork inthe
ricemill fromrurd areasthat arefar fromAbakaliki city, wherethericemill industry is
situated. Itisobviousthat man must work to ensure hissurviva on earth. Asaresult,
themodern world producesemployeeswho areether givenfully totheir work or who
do not taketheir work serious. Two dimensions(psychol ogica identificationwithwork
andtheimportanceof work productivity or efficiency toindividud sdlf-esteem) conditute
themaintheoretical conceptualisation of job involvement usedin several studies. Job
involvement (J) describestheattitudes, fedings, and beliefsanindividua holdsregarding
hisjob. It isdefined asthe extent to which oneidentifies psychologically with one’s
work (Kanungo, 1979, 1982), and is seen as opposite of perception of alienation
(Argyris, 1964; Kanungo, 1982).

Furthermore, Kanungo (1982) submits that highly job involved people
genuinely carefor and are concerned about their work. Hirschfeld and Field (2000)
posited that job involvement refersto how people perceivetheir jobsinrelationto (i)
theworking environment, (i) thejobitsdf, and (iii) how their work and lifeareintegrated.
Emery and Barker (2007) posit that employees’ psychological identificationwitha
specificjob dependson the extent of their needsand their perceptionsof the potential
of thejob to satisfy them. Theunderlying argument isthat oneiseither psychologicaly
absorbedin one'sjob or psychologically detached from thejob, and that ajob must
satisfy theneedsof anindividua worker in order to maketheworker involvedin such
job. Emphasis is thus placed on the need-satisfying aspects of the job as basic
requirementsfor jobinvolvement.

A jobinvolved personisonewhosework situationisanintegral andimportant
part of hislife. Suchidentification withwork isstructured by the experience of job
conditionsas permitting the sati sfaction of important needs (Mgbe, 1994). Peopleare
saidtobeinvolvedinther jobswhenthey arehighly motivated, fed asenseof solidarity
with theenterpriseandfed asenseof pridefrom their work (Eze, 1995). Anindividual
with ahigh degreeof jobinvolvement would placethejob at the centreof hiher life's
interests, whereasan individual with alow degree of job involvement would place
other thingsother thantheir jobsat the centre of his/her life.

Infact, employeeswith highjobinvolvement enthusiastically take partinthe
job related matters (Allport, 1943), recognise performance as main feature of their
self-worth (Gurin, Veroff, and Feld, 1960), assign importanceto their jobsasmost
important and significant partinlife(Dubin, 1956; Lawler and Hall, 1970; Blau, 1985),
seetheir jobsasbeingimportant totheir self-image (L odahl and Kg ner, 1965; Kanungo,
1982), and are ego-involved in their work (Muchinsky, 1990). Implicitly, job
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involvement hasmajor impact on productivity and efficiency of employeeandwork as
well hasvitd roleinincreasingjobinvolvement of individud if it playssignificantrolein
thelifeof employee (Probst and Tahira, 2000). Also, job involvement isasignificant
key factor for creating and increas ng motivation of employeesin view of organisation
and mativation play important rolein productivity and performanceof individud (Lawler,
1986). However, Cohen (1999) did not find any evidence of astrong relationship
betweenjob involvement and performance.

Asaverred by Hirschfeld and Field (2000), low job involvement contributes
toemployees fedingsof dienation of purpose, dienationintheorganization, or feding
of separation between what the employees see astheir “life” and the job they do.
Thus, work aienation and job involvement are correlated with one another (Clark,
1959; Seeman, 1959; Lawler and Hall, 1970; Kanungo, 1979; Nicholsand Sabin,
1982). Job involvement has negative effect on organisational performance and
productivity, including aggress on amongst individua sand groups, employee burnout,
low productivity, tendency to expend littleenergy, working for externd or instrumental
rewards (salary), turnover intentions or likelihood to quit the jobs, employee
dissatisfaction, low worker commitment, absenteel sm, empl oyee sabotage and theft
(Freudenberger, 1980; Agarawa , 1993; Abraham, 2000; Dimitriades, 2007; Hodson
and Sullivan, 2011).

Jobinvolvementisacrucial work attitude or behaviour, which hasreceived
congderableatentioninsocia stienceliterature, especidly in Sociology and Psychology
(Dubin, 1956; Vroom, 1962; Lodahl and Kejner, 1965; Lawler and Hall, 1970;
Muchinsky, 1990; Brown, 1996; Cohen, 1999; Srivastava, 2001; Ekmekgi, 2011;
Toga, 2011; Aderibigbe, Igboanus and Gwaison, 2014). Importantly, jobinvolvement
isoften seen asone of theforcesor factorsdriving the overall performance of any
organisation. However, job involvement varies according to individual's, groups,
organisations and cultures (Ekmekgi, 2011). Thus, research (Abbott, White, and
Charles, 2005) hasawaysfocused ontheinfluence of thisvariation or differenceon
work attitude and behaviour. Brown (1996) opinesthat asjob becomes animportant
aspect of one’slife owing to the enormoustime given to the job, one’sentirelife
experienceismostly affected by one’sdegree of involvement in or alienation from
work.

Jobinvolvement and other work attitudeslikealienation, job satisfaction, job
commitment, workaholism, absenteel sm, and turnover, among others, areinfluenced
by andinfluencecritical individua and organisationa outcomes(Chughtal, 2008). These
individual antecedentsand organisationa outcomesof job involvement are of interest
to this present study. Thus, the study examines the relationship between socio-
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demographic or individud variablesand job involvement among workersin Abakaiki
ricemill industry. Socio-demographic variablesconsidered in thisstudy include age,
sex or gender, marital status, education, tenure of service, job types, and pay or monthly
sdary. Thus, themodel for thisstudy isrepresented below in Figure 1.

Age

Sex/Gender

Marital

Involvement |2 Education

% Job type

Tenure

Pay/salary

Figure1: Model of Socio-demographic Predictors of Job Involvement of Rice Mill Workers
Theam of thestudy isto show how the basi ¢ socio-demographic elementscorrelate
with job involvement thereby enhancing productivity. Based on theforegoing, thisstudy
hypothesi sesthat:

Ageispostively correlated with job involvement.

Gender or sex ispogitively correlated with job involvement.

Marita statusispositively correlated with job involvement.
Educationispoditively correlated withjob involvement.

Tenure/length of serviceispositively correated with job involvement.
Jobtypeispositively correlated with job involvement.

Pay (Monthly sdlary) ispositively correlated with job involvement.

@"Poo0 oW

Approchesto Job I nvolvement

Jobinvolvementisakey factor affecting critica individua and organisationa outcomes
(Chughtai, 2008). There are two main approachesto the study of job involvement:
individual differenceand job characteristics. Thefirst approach viewsJl asoccurring
when the possession of certain needs, valuesor personal characteristics predispose
individualsto becomemoreor lessinvolved in their jobs; the second approach views
jobinvolvement asaresponseto specific work situation characteristics (management’s
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policies), meaning that certain typesof jobsor work situation characteristicsinfluence
the degreeto which anindividual becomesinvolvedin his’her job (Lawler and Hall,
1970; Rabinowitz and Hall, 1977; Sekeran and Mowday, 1981; Munene and Azuka,
1991; Denhardt R. and Denhardt J., 2000; Chungtai, 2008; Liao and L ee, 2009).

Reflecting ontheindividua differenceor characteristics, Liao and Lee (2009)
aver that job involved individua stend to attribute positive work outcomesto internal
and personally controllablefactors. Similarly, astudy by Shih, Hsieh and Lin (2009)
indicatethat thereisasggnificant rel ationship between el f-efficacy andjob involvement
of internal auditors. Also, suchindividua characteristicsasage, education, sex, tenure,
need strength, leve of control and val ueshave beenfound to belinked tojob invol vement
(Rabinowitzand Hall, 1977). Mroczek and Spiro (2005) find that married men have
higher jobinvolvement than their unmarried counterparts. Similarly, Tang (2007) reported
that male and married people had higher incomeand higher quality of life, which are
associated with job involvement.

Venakatachdam and Reddy (1996) examinetheimpact of joblevel, jobtenure
and type of organisation on job involvement and job sati sfaction among employees
workinginthreeorganisations: banks, schools, and government offices. Usinganalysis
of varianceto andysethe dataobtained inthisstudy, theresultsshow significant influence
onjobleve onjobinvolvement. Thetypeof organisationsinwhichtheemployeesare
working significantly influenced their job satisfaction but did not significantly influence
their work and job involvements. Theresultsfurther reveal that job tenure doesnot
show significant impact on job involvement, work involvement and job satisfaction.

Aderibigbe, Igboanus and Gwaison (2014) investigated sel f-€fficacy, meaning
inlife, education and age as predictors of job involvement among civil servantsin
Nigeria. Resultsof the study reveal ed that self-efficacy and meaninginlifejointly
predicted job involvement; meaningin lifeand self-efficacy independently predicted
jobinvolvement; and educationa qudificationand agejointly predicted jobinvolvement.
Whileageindependently predicted jobinvolvement, educational qualification did not.
Consequently, thisstudy concludethat self-efficacy, meaninginlifeand agearesignificant
predictorsof job involvement and recommendsthat directorsand managersof work
organizationsshould design effectivemanpower training programmesfor theemployees
inorder to enhancetheir levelsof efficacy, perception of lifeand job involvement.

Job involvement isinfluenced by avariety of situational, organisational and
job-related factors (Wright 2004, 2007; Pandey, Moynihan, and Wright 2008).
Situational variablesshown to berelated to job involvement include aconfident and
trusting leader, participation in decision making, social contact and job satisfaction
(Rabinowitzand Hall, 1977) and pressurefor quality work (Lawler and Hall, 1970).
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Also, job involvement has been related to job characteristics such astask autonomy,
task significance, task identity, skill variety and feedback and supervisory behaviours
such as leader consideration, participative decision making and amount of
communication (Brown, 1996). Jobinvolvementisvery low among part timeemployees
and research showsthat job involvement in full timeemployeesare higher than the part
timeor contractual employees(Martinand Hafer, 1995). Srivastavaand Krishna(1992)
compared thelevel of job involvement and mental health on employeesinthe private
and public sector organization, and found that employees from private sector
organisationswere significantly moreinvolved in their jobs as compared to public
sector employees. Hackman and Oldham (1976, 1980) proposed in their Job
CharacteristicsModel (JCM) that features of ajob can affect thejob involvement
because these featuresmay encouragetheinterna motivation of employees. In other
words, goodnessand significance of work play important roleintheworth of employee
duetointernalisation of valuethroughjob involvement (L odahl and Kejner, 1965).

Other researcherssuch asLawler (1992) and Pfeffer (1994) a so argued that
through job design, job involvement could beincreased. Employeeswith significantly
high job involvement consider their job asplaying animportant rolein their routine
lives (Sonnentag and Kruel, 2006), meaning that job ismoreimportant for their lives
than anything else. McK elvey and Sekaran (1977) consider persond attributesmore
relevant in predicting job involvement, but Newton and K eenan (1983) indicate that
environmental variables can better predict job involvement. Resolving thisseeming
disagreement, Rabinowitz, Hall and Goodale (1977) posited that personal and
environmentd variablesareequally importantinexplainingjobinvolvement. Insummary,
aninteraction betweenindividua differencesand situationa characteristicshasbeen
showntoinfluencejob involvement (Kanungo, 1982).

Overal, exigting research assumesthat higher job involvementisaninherently
desirabl e attribute of employees (Mudrack, 2004). Moorhead and Griffin (1995)
posited that job involvement might be derived from personal factorssuch asageand
yearsof service; it might a so be dueto organisational € ements, such asparticipation
in decision making processand job security. Infact, job involvement isafunction of
individua differencesand thework situationsand thus can beinfluenced by socio-
demographicand psychological variables(Aderibigbe, Igboanusi and Gwaison, 2014).
Thus, demographic and work experience variables are expected to relate to job
involvement. Positiverel ationshipsare expected with age, tenure, yearsin occupation,
education, having children, and gender. Infact, theindividua-work Stuation interaction
has always been emphasised by scholars (Dubin, 1956; Vroom, 1962; L odahl and
Kgner, 1965; Lawler and Hall, 1970; Rabinowitz and Hall, 1977; Muchinsky, 1990).

International Journal of Economic Development Research and Investment, 6
Volume9, Number 1, April 2018
ISSN: 2141-6729



THEORETICAL UNDERPINNING

Thisstudy isanchored onVroom's(1964) expectancy or Vaence, Insrumentality and
Expectancy (VIE) theory statesthat what motivates peoplein any work situation or
endeavour iswhat they expect at theend of that exercise. The basicideabehindthis
theory isthat peoplearemotivated by the belief that their decision/actionswould lead
to the outcomethey desire (Redmond, 2010). It isclassified asaprocesstheory of
motivation because it emphasizesindividual perceptionsof the environment and
subseguent interactionsarising asaconsequence of persona expectations.

The theory, according to Sookoo (2014), proposes that employees
expectationsof theoutcomeof their performanceinfluencestheir behaviour and atitudes
at work, such asemployee burn-out, work satisfaction, work involvement and employee
alienation, among others. Expectancy theory claimsthat anindividua will chooseto
perform or behavein aparticular manner because of what they expect or anticipate.
Therefore, Sncetheexpected resultiswheat influencestheindividua’ sbehaviour (Vroom,
1964), feeling of job involvement will increaseif expectationsarelower than the
inducement provided by the organi sation. On the other hand, when expectationsare
higher than theinducement provided by the organization, thenfeding of dienationwill
increaseand job involvement will decrease.

Alternatively, whenworkers expectationsaredisconfirmed in theworkplace,
poor work outcomes such as alienation (Korman, Wittig-Berman and Lang, 1981),
low job involvement (Riipen, 1997), burnout (Freudenberger, 1980) and disillusion
(Sarason, 1977) become theresults. In particular, it isargued that employees are
moreinvolvedintheir jobswhentheir needsarefulfilled asaresult of the congruence
between job expectationsand thejob itself (Blauner, 1964; Finifter, 1972; Kanungo,
1979; Riipen, 1997). Asaverred by Sookoo (2014), workers enter the workplace
with expectations, and confirmation or disconfirmation of their expectanciescan
determinealienation andjobinvolvement. Workersexpect agood sd ary, well-equipped
offices, work security, good working conditions, recognition, autonomy, expression,
diversity, responsibility, and fair distribution of rewards, participationin reaching
decisions, among others. So, low job involvement will likely set in when these
expectationsare unmet. However, when employeesbelievethey aretreated fairly in
each aspect, they are predisposed to demonstrate more positive attitudes and
behaviours, such as satisfaction, high job involvement, commitment, performance,
productivity and so on. Arising fromtheforegoing theoretical underpinning, itisobvious
that workers expect: to be paid well in order to meet up with their personal needs,
work in conducive environment, befairly treated by management and co-workers,
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have control or autonomy and responsibility, be promoted as at when due, and
encounter well-enriched jobsin order to have the opportunity of using their abilities
and increasing their control and responsi bility (Hackman and Oldham, 1976; Bakker
and Demerouiti, 2008; Razaand Nawaz, 2011). Expectedly, low job involvement
resultswhen these expectations are not met and high job involvement increasesif
expectationsare met.

METHOD

This survey-based study examines the socio-demographic factors or variables
associated with job invol vement among rice mill workersin Abakdiki in Ebonyi State
of Nigeria. Infact, it was carried out in the Rice Mill Company NigeriaLimited
(otherwise popularly called Abakaliki Rice Mill), whichissituated in Ebonyi State,
Nigeria. TheAbakdiki RiceMill islocated at 50 Old OgojaRoad, Rice Mill Industrial
Area Abakdiki, Ebonyi, Nigeria. Establishedin 1964, the 100 percent private sector-
driven mill, boasts of numerousworkerscomprising of ricemillers, riceblowers, rice
blenders, ricede-stoners, dust/rice husk carriers, bag stitchers, barrow pushers, loaders,
off-loaders, vehicle ownerg/drivers, and mammy market traders, among others. The
mill boasts of over 2,500 rice milling machinesand asizeabl e production capacity per
day. Infact, Abakaliki rice production has added to the popul arity of Ebonyi Statethe
world over, asrice produced in Ebonyi Stateis consumed in the State, other parts of
Nigeria, and outsdeNigeria

Origindly, 301 (24.7%) participantswere sel ected out of apopulation of 1217
workersusing the Taro Yamane sformula, which, according to ChukwuemekaE. and
ChukwuemekaN. (2012), isrepresented thus: n ="/, + N(€)*; wheren = samplesize
sought, N = population size, and e = level of significance. 62 (20.6%) copiesof the
guestionnairewereeither discarded for incompletefilling or not returned. Finally, 239
(79.4%) rice mill workersin Abakaliki Rice Mill Industry participated in the studly.
Thissampleiscommendablebecauseit iseven abovetherecommendation of Mugenda
O. and MugendaA. (2003), who sugget that 10% of the target popul ationisagood
representation of thestudy. The dtratified and s mplerandom sampling techniqueswere
used to select thegroups or respondentsused in the study. Respondentswere stratified
based onwork typesonly, such asManagement, Security, Works/Operations(crushing,
de-stoning, bagging, haulage among others), and Account; and later salected randomly.
Inparticular, the sratified sampling technique was chosen because of the heterogeneous
(consigting of different unitsor departments) nature of the population; it ensured that al
the units/departmentswere represented.
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A 19-item structured questionnaire was used asthe primary source of data
used for the study. As observed by Sutrisna (2009), the use of questionnaire is
appropriatefor collection of piecesof information which arenot directly observable
dueto feelings, motivations; attitudes, accomplishmentsaswell as experiences of
individuals. Theuse of questionnaireasaprimary source of datainthisstudy helped
theresearcher toeasly reach ardatively large number of respondents. Thequestionnaire
was made up of two sections. Section“A” coversthe socio-demographic dataof the
respondents. Section“B” comprisesitemsor instrumentsmeasuring job involvement.
The questionnairewas administered through * pick and drop’ method. Theresearcher
and two trained research assi stantsvisited the sel ected respondentsin their respective
workplacesand personal ly administered the questionnaireto them. Respondentswho
had thetimefilled the questionnaire on the spot, whilethosewho did not havethetime
at themoment collected the questionnaire, filled and returned it at amutual ly agreed
date and time. Also, the researchers/research assi stants assi sted those who were not
literate or knowledgeable enoughtofill or completethe questionnaire. Participationin
thissurvey was completely voluntary. Job Involvement Scale (JIS) was measured
with Kanungo's (1982) 10-item Job Involvement Questionnaire (J Q). Measured on
ab-point Likert-typescale (1 =strongly disagreeto 5= strongly agree), sampleitems
for Kanungo'sJQinclude: “ Themost important thingsthat happen to meinvolvemy
present job” and “I live, eat, and breathe my job”. Kanungo’'s JIQ scale has been
called “the clearest and most preci se conceptualization of job involvement” (Brown,
1996). It has shown an inter-item consistency ranging from.74t0 .90 (Blau, 1985;
Elloy, Everett and Flynn, 1995); discriminant vaidity against related constructs (Blau,
1985, 1986; Blau and Boal, 1987; Brooke, Russell and Price, 1988); and convergent
vaidity withtheL odahl and Keg ner (1965) scaleand pictoria and semantic-differentia
measures (Kanungo, 1982).

Kanungo'sJ Q scaehasauni-dimensiond variableyiedingaCronbachAlpha
coefficient of 0.81 and hasreasonably high levelsof interna consistency, test-retest
reliability and validity. Test-retest coefficients of respectively 0.74, 0.85and 0.82 and
both convergent and discriminant vaidity arereported (Kanungo 1982b). ThePrincipd
Factor Analysiscarried out in another study indicated aone-factor solution with the
scale having aCronbach Alphacoefficient of 0.88 (van Wyk, 1998). Based on the
foregoing, Kanungo'sJIQ isadjudged asvalid and reliable, and thusadopted in this
study. Dataused in the study were analysed using both descriptive and inferential
statistics. The descriptive statistics (mainly frequency tables, percentages, and charts)
were used to present and anal yse the soci o-demographic data of respondents. Onthe
other hand, the Spearman Rank Order Correlation Coefficient (Spearman rho) was
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used asthe statistical tool totest hypothesesand draw inferencesin thisstudy.
RESULTSAND DISCUSSION

Respondents Socio-Demographic Data: Table 1 shows the socio-demographic
characteristics of respondents used in the study. It revealsthat 49.4% were aged
between 18-37 years, 45.2% were aged 38-57 years, and only 5.4% were aged 58-
77 years (and no worker wasmorethan 77 years of age); 50.2 % malesand 49.8%
females; 56.9% were married; 41.4% weresingle; 0.8% weredivorced, 0.4% were
separated, and 0.4% were al so widowed; 41.0% had secondary school education,
30.5% had primary school education, 19.7% did not haveformal education at all,
8.8% had tertiary education. 41.8% had spent between 1-4 yearsin theindustry, 29.3
had spent 5 and above yearsin theindustry, and 28.9% had spent lessthan 1 year in
theindustry; 81.2% worked in work/operation unit, 7.9% of the respondentswere
managers, 7.1% were security men, and only 3.8% wereaccount or finance officers
(work/operationsunit include such activitiesasengine operation, rice crushing, loading/
haulage, bagging, de-stoning etc.); and 43.5% of the respondents earned amonthly
incomeof between N20000 and N59000, 35.6% earned anincomelessthan N20000,
11.3% earned between N60000 and N99000, and 9.6% earned N'100000 and above.

Respondents’ Opinions on Job I nvolvement: Kanungo's (1982) ten-item scale
wasused inmeasuring job involvement of ricemill workersinAbakaliki. Resultsshown
inTable2reved that 18.0 percent did not accept their job asthe most important thing
that has happened to them, 58.2 percent accepted their job as the most important
thing that has happened to them, and 23.8 percent were neutral on theissue; 50.6
percent did not seetheir job asonly asmall part of who they are, 27.2 percent saw
their job asonly asmall part of who they are, and 22.2 percent were neutral on the
issue; 7.1 percent admitted that they were not personally involved intheir job, 87.9
percent admitted that they were personally involvedintheir job, and 5.0 percent were
slent ontheissue; 9.2 percent did not accept that they live or eat and breathetheir job,
72.0 percent accepted that they live, eat and breathetheir job, and 18.8 percent were
silent over theissue; 42.7 percent were of theview that their interest isnot centred on
their job, 30.9 percent were of theview that their interest is centred on their job, and
26.4 percent wereneutral ontheissue; 32.7 percent did not havevery strong tieswith
their present job whichwould bevery difficult to break, 41.8 percent had very strong
tieswith their present job which would be very difficult to break, and 25.5 percent
were neutral ontheissue; 63.6 percent did not usually feel detached from their job,
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21.4 percent usudly felt detached from their job, and 15.1 percent were neutral onthe
issue; 57.3 percent were of theview that most of their persond lifegoalsare not job-
oriented, 26.4 percent were of theview that most of their personal lifegoalsarejob-
oriented, and 16.3 were silent ontheissue; 23.8 percent did not consider their job to
bevery central totheir existence, 58.6 percent considered their job to bevery centra
totheir existence, and 17.6 percent were neutral on theissue; and 20.5 percent did
not liketo be absorbed intheir job most of thetime, 65.7 percent liked to be absorbed
intheir job most of thetime, and 13.8 percent were neutral ontheissue.

Thefirst hypothesis, which statesthat ageispositively correlated with job
involvement of ricemill workersinAbakdiki of Ebonyi State, wasre ected. Theresult
of thetest showsthat ageisnegatively and insgnificantly (and not positively) corre ated
withjobinvolvement. Thisimpliesthat themoreoneisadvancedin age, thelessinvolved
oneisin his/her job. In other words, workerswho areyoung are moreinvolved than
thosewho are aged. Thisstudy does not support thefinding of Rabinowitz and Hall
(1977) that ageislinked to job involvement. The second hypothesis, which statesthat
gender or sex ispositively correlated with job involvement, wasa so rejected. The
result of thetest showsthat gender isnegatively and insignificantly (and not positively)
correlated with job involvement. It does not matter if aworker isamaleor female;
both sexes show similar involvement intheir jobs. This study does not support the
finding of Rabinowitz and Hall (1977) that sex islinked tojob involvement, and that of
Tang (2007) that maeworkershavehigher job involvement than their femaleworkers.

Thethird hypothesis, which statesthat marital statusispositively correl ated
with job involvement, wasreected. Result showsthat the correlation between marital
dgatusandjobinvolvement isnegetively andinggnificantly (and not positively) correl ated
with jobinvolvement, to theextent that workerswho aremarried arenot moreinvolved
inthejobsthan their counterpartswho aretill single. In other words, both themarried
andthesinglehavesimilar degreeof jobinvolvement. Thisfinding doesnot support the
findingsof Mroczek and Spiro (2005) and Tang (2007) that married men have higher
jobinvolvement than their unmarried counterparts. Thefourth hypothesis, which states
that education ispositively correlated with job involvement, was accepted. Result
showsthat educationis positively correlated with job involvement, to the extent that
workerswho haveincreased education area so highly involvedinthejobs. Thisstudy
isintandemwith thefinding of Rabinowitzand Hall (1977) that educationislinked to
jobinvolvement. Thisfinding showsthat education isan important instrument needed
for organisational successand performance. Therefore, organi sations should ensure
that their employeesareregularly dated with new skillsand ideasthrough appropriate
training and devel opment packages.
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Thefifth hypothesis, which statesthat tenuref/length of serviceispositively correlated
with job involvement, wasaccepted or confirmed. Result showsthat length of service
ispogitivedy (and sgnificantly) corrdaed withjobinvolvement, to theextent thet workers
who have spent quite somereasonableyearsinthejob aremoreinvolved in their jobs
than thosewho are still new inthejob. In other words, job involvement increasesas
theindividua worker spend moreyearsin the organisation. Thisfinding agreeswith
the studiesof Rabinowitz and Hall (1977); Allen and Meyer (1993) which found that
tenureispositively related with job invol vement and organizationa commitment, but
did not agree with the studies of Venakatachalam and Reddy (1996) and Ekmekgi’s
(2011) which did not support that the hypothesisthat the individual becomesmore
committed or involved in their jobs asthe number of years spent in the organi sation
increases. Thesixth hypothes's, which statesthat job typeispostively correlated with
jobinvolvement, wasre ected. Result showsthat job typeisnegetively andinggnificantly
(and not positively) correlated with job involvement. Thismeansthat job involvement
isnot determined by thetype or nature of work one doesintheorganisation. It really
does not matter if oneworks asamanager, machine operator, de-stoner, bagger, or
accountant; these categoriesof workersareinvolvedin their jobsinthe same manner.
Lastly, the seventh hypothesi s, which statesthat pay (monthly salary) ispositively
correlated with job involvement, was accepted or confirmed. Result showsthat pay or
sdary ispostively (but not sgnificantly) correlated with job involvement, to the extent
that workerswho haveincreased salary or pay are highly involved in thejobsthan
their counterpartswhose salary islow.

Table 1. Socio-demographic Data

Socio-demogr aphics Categories Frequency Per centage
Age 18-37 years 118 494
38-57 years 108 452
58-77 years 13 54
Total 20 1000
Gender Male 120 502
Femae 119 408
Total 20 1000
Marital Status Single S°] 414
Married 136 569
Divorced 2 8
Separated 1 4
Widowed 1 4
Total 20 1000
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Educational Level

Tenure/Length of Service

Job Type

Monthly Salary

Source: Field Survey, 2017

No formal education
Primary

Secondary

Tertiary

Total

Lessthan 1 year
1- 4years

5 years and above
Total

Management
Security
Works/Operations
Account/Finance
Total

L essthan# 20,000
#20,000 to# 59,000
#60,000to#99,000
#100,000 and above
Total

RBNB®R BopNt BIEB PRBIN

197
305
410
88
1000

289
418
23
1000

79
71
812
38
1000

356
435
113
96
1000

Table 2: Respondents’ Opinion on Job Involvement Scale (JIS)

Job Involvement

n D
N (%)

The most important things that

happen to me involve my

present job

To me, my job is only a small

part of who | am

| am very much involved
personally in my job

| live, eat, and breathe my job

Most of my interests are
centred around my job

239 17(7.1)
239

239
239

2(0.8)
10(4.2)

239

| have very strong ties with my

present job which would be

very difficult to break

Usually | feel detached from my job

239
239

Most of my personal life goals

are job-oriented

| consider my job to be very

central to my existence

| like to be absorbed in my job

most of the time
Note:

A = Agree; SA = Strongly Agree

239
239 11(4.6)

239 12(5.0)

N (%)

26(10.9)
26(10.9) 95(39.7)

15(6.3)
12(5.0)

32(13.4) 70(29.3)

26(10.9) 52(21.8)
34(14.2) 118(49.4) 36(15.1) 36(15.1)

N A
N (%) N (%)

57(23.8) 108(45.2)
53(22.2) 58(24.3)

12(5.0) 182(76.2)
45(18.8) 144(60.3)

63(26.4) 62(25.9)

61(25.5) 81(33.9)

27(11.3) 110(46.0) 39(16.3) 53(22.2)

SA GR

N (%)

31(13.0) Agreed
7(2.9) Disagreed

28(11.7) Agreed
28(11.7) Agreed

12(5.0) Disagreed
19(7.9) Agreed
15(6.3) Disagreed

10 (4.2) Disagreed

46(19.2) 42(17.6) 120(50.2) 20(8.4) Agreed

37(15.5) 33(13.8) 137(57.3) 20(8.4) Agreed
n = Number of Respondents; Sd = Strongly Disagree; D = Disagree; N = Neutral;
GR = General Remarks. Source: Field Survey, 2017
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Table 3: Summary of Hypotheses Testing

Hypotheses  Variables Statistical Test Sig. Status of Status of
(2-tailed) Correlation Hypothesis
H1 Age and Job Involvement Spearman rho  -.186"" Negative (and
significant)
Correlation  Rejected
H2 Gender and Job Involvement Spearman rho  -.041 Negative (and
insignificant)
correlation  Rejected
H3 Marital status and Spearman rho  -.081 Negative (and
Job Involvement insignificant)
Correlation  Rejected
H4 Education and Spearman rho  .143" Positive (and
Job Involvement significant)  Confirmed or
correlation  accepted
H5 Tenure and Job Involvement Spearman rho  .174" Positive(and

significant)  Confirmed or
correlation  accepted

H6 Job Type and Job Involvement Spearman rho  -.039 Negative (and
insignificant) Rejected
H7 Pay and Job Involvement Spearman rho  .344 Positive (but

insignificant) Confirmed or
correlation  accepted
Note: *. Correlation is significant at the 0.05 level (2-tailed).
**_Correlation is significant at the 0.01 level (2-tailed). Source: Researcher’s Fieldwork, 2017.

CONCLUSIONAND RECOMMENDATIONS

Thissurvey-based study examined socio-demographic factorsor variables associ ated
withjobinvolvement of ricemill workersinAbakaiki, Ebonyi State, Nigeria. Evidently,
some socio-demographic variables are correl ated with job involvement among rice
mill workersinAbakaliki, Ebonyi State. Four socio-demographic variables(age, gender,
marital statusandjob type) negatively correlated with jobinvolvement, whilethe other
three variables (education, tenure and pay/salary) positively correlated with job
involvement. Based onthesefindings, it issuggested that organisations, employers, or
managersshould earnestly target and promotejob invol vement by especially enhancing
the education and salary of workers.

Fostering job involvement isan important organisational objective because
many researchersconsder it to beaprimary determinant of organisationd effectiveness
(Pfeffer, 1994), professional growth, individua motivation and satisfaction (Lawler
and Hall, 1970; Hackman and Lawler, 1971; Kahn, 1990). Theselinksstem fromthe
theoretical notion that beingimmersedin one' swork increasesmotivational processes
whichin turninfluencesjob performance and other relevant outcomesliketurnover
and absenteeism (Diefendorff, Brown, Kamin, and Lord, 2002). As contended by
Brown (1996), “increasing job invol vement can enhance organi sationd effectiveness
and productivity by engaging employees more completely in their work and making
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work amore meaningful and fulfilling experience’. Therefore, management should
understand theimportance of job involvement becauseitismost important and essential

component of work behaviour anong the workforce as prior research proved this
phenomenon (Manojlovich, Laschinger, and Heather, 2002; Soong, 2000). Inall,
effective and proactive human resource management isneeded to enhanceworkers

involvement towards organi sational successand productivity.
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